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Abstract 
In a competitive environment organizations are turning towards an important internal wealth, their employees. Because satisfied 
employees are considered to perform and stay loyal, the present paper examines the viewpoints in the literature regarding job 
satisfaction and delimits the need to address the variables which influence and explain the high and low satisfaction for the 
specific Romanian labor market. Additionally, the authors aim to discuss the variable differences between the public and the 
private sector. The Grounded Theory methodology was chosen due to its ability to extract theory from data. The qualitative 
research focused on 14 in-depth semi-structured interviews with professionals from the Romanian public and private sector. After 
a thorough analysis, six main job satisfaction variables emerged with sub-elements. All 36 determinants were included in a new 
honeycomb model of job satisfaction variables which offers a strategic perspective for human resource management strategies.  
© 2015 The Authors. Published by Elsevier Ltd. 
Peer-review under responsibility of SIM 2015 / 13th International Symposium in Management. 
Keywords: employee satisfaction; employee motivation; in-depth interviews; qualitative analysis. 
1. Introduction 
Since the beginning of the 20th century, we have been witnessing an increasing interest regarding the relationship 
between employee performance and satisfaction. Even if Bateman and Organ (1983) argue that performance does 
not consistently follow from satisfaction in a direct functional relationship, it is agreed that they are influencing each 
other. Scientists and managers believed that if they reduced job dissatisfaction, employees would increase their 
performance (Lawler and Porter, 1967) and decrease turnover (Hackman and Oldman, 1980). More than that, Steijn 
(2004) even argues that satisfied workers are more productive and creative. 
Thus, several works have explored the possible motivation techniques for employee satisfaction like job rotation 
(Scott, 1966), less time spent at work, spiraling wages, job participation (Herzberg, 1968), autonomous work groups 
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(Gulowsen, 1972) and others. But as Herzberg (1968) further emphasized, none reached their purpose because they 
have not taken into consideration the factors affecting job attitudes. Scholars have understood that job satisfaction is 
indeed attained through adequate motivation but only by taking into consideration a multitude of variables. 
First studies considered that high and low job satisfaction was determined by age, sex, education, occupation and 
income (Lawler and Porter, 1967). Later on, this idea has been disputed because other variables linked to job content 
and organizational context were seen to better explain differences in job satisfaction (Ting, 1997; Steijn, 2004). 
Turner and Lawrence (1965) developed the requisite task attributes which were predicted to relate positively to 
employee satisfaction and attendance. Hackman and Lawler (1971) provided evidence that job characteristics like: 
variety, task identity, autonomy and feedback can affect employee attitudes and behavior at work. Meyer (1991) 
linked job satisfaction with job commitment, arguing that an affective orientation, an involvement and identification 
with a particular organization will satisfy and maintain employees devoted to their tasks and responsibilities. Ting 
(1997) reported other specific determinants of job satisfaction like: lack of promotional opportunity, task clarity, 
utilization of skills and the meaningfulness of the task altogether with organizational commitment, relationships with 
supervisors and colleagues. Reiner and Zao (1999) considered skill variety, task identity, task significance, 
autonomy and feedback as the most important dimensions of the work environment. 
Steijn (2004) was inspired to use previous classifications to propose the following job satisfaction variables: 
individual characteristics (age, gender, ethnicity, and education level), job characteristics (income, supervisory 
position, working full time, permanent job, skill utilization and sector of work), work environment (task autonomy, 
satisfaction with management, pay and work load), personnel management practices and overall satisfaction. Finally 
Wei (2006) researched the determinants for strategic human resource management and classified them into three 
categories: a human resource function factors, personal factors and firm level factors. 
Unfortunately few scholars have tried to study job satisfaction variables taking into consideration the public and 
the private sector with their unique particularities. Barrows and Wesson (2000) undertook a comparison between job 
satisfaction of professionals in the public and private sector but without highlighting the major variables that 
influenced these results. In addition there is scarce research in the Romanian scientific literature about employee 
satisfaction variables whether we speak about the public or the private sector. 
Thus, the present paper aims to understand the main variables that influence employee satisfaction in the 
Romanian public and private sector and proposes a grounded theory approach to discover theory from interview data 
(Glaser and Strauss, 1967). Furthermore we present the grounded theory methodology, the variables resulted from 
the qualitative analysis and we discuss their particularities. 
2. The Grounded Theory Methodology 
This methodology offers systematic and at the same time flexible guidelines for data collection and analysis to 
construct theories which consist of abstract conceptualizations of substantive problems that people experience. 
Accordingly, the present research proposes to identify and analyze what influences job satisfaction in the Romanian 
private and public culture for future sustainable human resource motivation strategies. 
With this objective in mind and based on the existing literature, the authors have set forth their research 
questions: 
x Which are the specific variables that influence job satisfaction (in the Romanian private and public sector)? 
x What is the employee's motivation for choosing and keeping a job? 
x How can human resource management impact an organization? 
By answering these questions, managers and human resource (HR) specialists will possess the knowledge to 
adequate motivate their staff and prevent turnover. More than that, they will improve employee performance and 
productivity for a sustainable organizational trajectory. 
But these questions can be answered only by field professionals. Therefore, the proposed qualitative study 
envisages in-depth interviews with professionals from the public and private Romanian sectors. As the theory-
building process “occurs via recursive cycling among the case data, emerging theory, and later extant literature” 
(Eisenhardt and Graebner 2007), Grounded Theory (GT) is built upon two key concepts (Suddaby 2006): constant 
comparison (no separation between data collection and analysis) and theoretical sampling (envisages decisions 
88   Monica Izvercian et al. /  Procedia - Social and Behavioral Sciences  221 ( 2016 )  86 – 94 
about which data to collect by on-going interpretation of data and emerging conceptual categories). Bryman and 
Bell (2007) consider the constant comparison and theoretical sampling together with coding (whereby data is broken 
down into component parts which are given names) and theoretical saturation, the most important tools of GT. 
These stages of continuous data sampling and data analysis are detailed in Fig.1 which represents the theoretical 
process of GT development regarding job satisfaction variables.  
 
 
Fig. 1.The stages of the Grounded Theory methodology. 
Because theory-building research using cases typically answers research questions that address “how” and “why” 
in unexplored research areas particularly well (Edmondson and McManus 2007) and especially for the rigour of the 
research, the authors have chosen several cases with highly knowledgeable informants: seven professionals from the 
public sector and seven from the private sector. All the elected professionals are working in the Western part of 
Romania, an area which has witnessed a decade of major foreign investments and thus is now struggling with the 
limited skilled labour and high HR employee motivation requirements. 
For the theoretical sampling step, a representative heterogeneous sample of professionals both from the public 
and the private Romanian sectors were chosen with ages ranging from 27 till 47, both male (6 persons) and female (8 
persons), with 2 to 16 years of experience in their field of expertise, who view the focal phenomenon from diverse 
perspectives. The employees from the public sector work in the administrative sector, in finances, education and 
public archives as:  assistant advisor, senior expert, public finance advisor, assistant professor and others. The 
professionals from the private sector work in different multinational and local companies focused on electronics 
design, production, product testing and banking as: production manager, training coordinator, HR specialist, quality 
control, microbiologist director of branch banking and testing technician. These professionals with different 
backgrounds and workplace experiences have been chosen to illustrate all variables we should think off when 
designing HR motivation policies for job satisfaction and performance.   
The interviews took three weeks to be finalized. The duration of each individual interview was approximately 
half an hour till one hour at the employee's working place (own desk or session room). The data was recorded and 
the interviewer took notes. Saturation of the categories has been reached after 14 interviews, with 20 hours of 
observation, due to the fact that from this point further the interviewer has heard nothing new (Bryant and Charmaz 
2007). 
The authors decided to use the in-depth semi-structured interview tool due to the following advantages: 
x it is composed of a series of questions on a certain theme under a planned form (interview guide); 
x the interviewer can change or choose to pose other questions depending on the final scope; 
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x a script is pursued but sometimes the respondent has the liberty to express freely for new interpretations; 
x as the interviewer learns more about the topic, the questions that do not provide satisfactory answers can be 
removed or replaced with more efficient ones – a specificity which allows the research to continuously 
adapt to new situations.  
Regarding the interview guide, it has a total of 12 questions. The first part of the interview is reserved to short 
questions about personal information like: name, sex, age, domain of activity, position and work experience. 
Personal questions are followed by introductory questions and then specific ones. After delineating the domain and 
individual project or tasks, the interviewer has asked direct and even projective questions regarding work 
environment, barriers to work satisfaction, motivation opportunities, work relationships and the ideal job description. 
Where the essence of the answer has not been fully understood, the question has been rephrased. 
The interviews have been transcribed and analyzed according to specific coding steps as it is presented in the next 
chapter. 
3. Data analysis 
Data from interview notes and transcriptions has been conceptualized line by line, segment by segment, while the 
particular iterative phenomena in the text has been temporary labeled following Strauss and Corbin (1990)'s coding 
steps: open coding (labeling and categorizing phenomena, grouping concepts at an abstract level), axial coding 
(developing main categories and their sub-categories) and selective coding (integrates the categories to form the 
initial theoretical framework). 
Due to the fact that codes are always changing to fit the right data, the constant comparison of data has been used 
to find similarities and differences between them. Clusters of initial codes have been formed till basic categories 
emerged. In this analysis stage for each transcribed interview a memo has been established. Memos are concise 
written reports of the case study analysis. They work like a set of ideas written in a bank of concepts and relations 
between concepts which will furthermore lead towards a written theory. 
The elements of a memo are (Fig.2): the subject's name (we use initials to protect the anonymity of our 
respondents), the description of the professional’s domain, researcher’s notes and new added concepts (the number 
of concepts per case and the ones which are repeated from previous cases). 
  
 
Fig. 2. Elements of a memo (example from memo 3). 
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The open coding process comprises a total of 14 memos (one for each of the 14 interviews) which contain 221 
concepts. In the next axial coding stage, the concepts are raised at a conceptual preliminary category level. Each 
category has specific notes for the ease in its further analysis. These notes contain: the number and title of the 
category, a short description, the concepts it comprises and strongly related categories (Fig.3).  
 
 
Fig. 3. Category notes in the axial coding stage. 
The axial coding stage comprises 36 categories based on the 221 concepts retrieved in open coding. Each 
category is described by its concepts and relates to other categories. For example the Communication category has 
13 concepts and 20 related categories.      
The final selective coding explores the relationships between categories in the search of the most relevant ones. 
This stage does not take into consideration not only how many connections one category has with others but also 
how many other categories have reciprocal connections with the first. For this reason, the open access SocNetV tool 
(Kalamaras 2010) has been used. It enables a visual understanding of the strong and reciprocal relations (in different 
levels of importance and connectivity) between the 36 categories (Fig. 4).  
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Fig. 4. The reciprocal relationships between the 36 categories. 
From Fig. 4 we can see that the core category is collaboration. Job satisfaction relates to collaboration. Also 
important seem to be promotion opportunities as motivation incentives and frustration as a considerable obstacle in 
job satisfaction. From this analysis the authors have modeled a theoretical model regarding influencing variables in 
job satisfaction which is presented in the following. 
4. The model of job satisfaction variables in Romanian public and private sectors 
From the previous analysis the 36 categories have been classified and organized according to their connections 
with each other and the perspective they envisage. Thus, six main variables have been built which are considered to 
influence job satisfaction: perturbing factors, motivation, social interaction, employee characteristics, organizational 
environment characteristics and organizational perception. Each variable is composed of other six sub-elements 
consisting of the already chosen categories in the GT analysis (Fig. 5). 
 
 
Fig. 5. The theoretical model of job satisfaction variables in the Romanian public and private sectors. 
Job satisfaction, our main research theme, is inserted in the middle of the honeycomb as the starting point of the 
proposed model. For each variable, specific honeycombs are formed with the title of the variable in the middle to 
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envisage that the elements it comprises organize around it. In the following, we will present all the main variables 
with their sub-elements, adequate correlations in literature and citations from the in-depth interviews undertaken.  
a) Motivation - – is commonly considered to determine job satisfaction. It can be divided into intrinsic and 
extrinsic motivation. Herzberg (1968) was considering intrinsic motivators to affect job satisfaction. According to 
his investigations recognition or reputation had a 30% influence in employee satisfaction and advancement or 
promotion opportunities 13%. 
Karl and Sutton (1998) argue that public sector workers ranked "interesting work" as highest in importance and 
this tendency has been seen in our interviews as well (especially for the public sector). Our first interviewer even 
emphasized that the attractiveness of the work domain is relevant because "you need to like it to be satisfied". But 
besides an attractive workplace, an ideal job has also been associated by the interviewed professionals with personal 
development opportunities like: work challenges, the need for continuous personal performance, training and 
acquiring new skills.  
The non-material rewards have been also considered extremely important for overall satisfaction. We can recall 
several such incentives (which occur especially in the private sector): attractive holidays, nearby location, free 
medical services and sport club subscriptions. Finally the material reward translated into a salary or other payments 
(vouchers, performance bonuses) contributes to an employee's job satisfaction. The HR specialists have to combine 
several of the six sub-elements for an adequate motivation strategy for the long run. 
b) Social interaction – an individual needs peers to communicate, collaborate, share, in conclusion to be 
affiliated to a group. This belonging necessity significantly affects job satisfaction and it has several sub-elements. 
Communication can be understood as the intention to share with others positive or negative experiences 
(Nuttavuthisit 2010). As the assistant advisor explained, inter and multidepartment communication has high 
importance because "we all depend on each other at the workplace".  
Collaboration refers to working together for a purpose. The finance consultant argued that "the lack of 
collaboration would lead to an undesirable result" and the HR specialist considered that "it is not enough to have a 
vertical collaboration, people also need a horizontal one, especially in public administration". Additionally, the 
assistant advisor added that "however convenient and pleasant an activity is, it can become a burden if peer 
relationships are unsatisfactory, full of conflict or indifference. In this line of reasoning, communication and 
collaboration are not enough and the entire relationship with colleagues influences job satisfaction. Teamwork 
cannot happen till all problems are solved and relationships are settled. A team has common goals and all parts work 
together, interchange roles and learn from one another, the source for organizational competitive advantage.  
For the social interaction to be successful, it is advisable that employees listen to one another and do not impose 
personal ideas without hearing all viewpoints. Knowledge sharing is also a plus. The individuals who share are 
motivated by recognition and the listeners are eager to receive solutions. All parts bound together and improve their 
relationship. 
c) Employee characteristics – each person has unique traits and backgrounds that is why a HR strategy may 
motivate one employee and leave another one indifferent. Therefore, we must take into consideration personnel 
feelings, needs, personal traits, skills, education and experience. Feelings like: reluctance to new situations, fear to 
say one’s mind, irritation, discouragement and feelings of marginalization may affect employee motivation and 
perception of the workplace. For example, the public sector worker is motivated by the feeling that "one wants to 
contribute to society" (Pfiffner, 1999). All these feelings must be managed accordingly with each employee 
personal traits. Some may have positive attitudes; others may be characterized by vanity, commodity, inflexibility, 
courtesy or aggressiveness. Nevertheless, HR motivation strategies have to consider these facts in correlation with 
employee needs. For example, six of the 14 interviewees considered an eight hours fixed daily schedule and the 
respect for their free time as extremely important for their lifestyle.   
Besides the emotional barrier, we have also different skilled, educated and experienced employees, all extremely 
relevant attributes for the organizational wellbeing. Thus, HR management has to motivate them differently. Ting 
(1997) reported that the utilization of skills is an important determinant of job satisfaction. Reiner and Zao (1999) 
looked at skill variety as very important for employee satisfaction. On the other side, the finance consultant 
considers that "promotion needs to take into consideration the experience of the employee and its background 
(education)". Notwithstanding, the quality controller from the private sector recalls the fact that "in recruitment the 
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employee experience and education is no longer the only differentiating factor but also his or her personality". In this 
way all the employee characteristics work together and require a customized HR effort. 
d) Organizational environment characteristics – are a primary determinant of employee job satisfaction 
(Herzberg, 1966). Steijn (2002) also argues that variables linked to job content and organizational context are better 
to explain differences in job satisfaction. First of all the existence of enough resources may affect employee job 
satisfaction as the public finance counsellor emphasized "the daily problems with insufficient physical paper and 
files, out of service printer or old computers makes it difficult to get over". Work conditions like: background noise, 
small workspace, inadequate temperature or dim light are only a few work environment determinants of 
dissatisfaction. 
The organizational culture may influence employee contentment, more specifically "the lack of an organizational 
culture based on respect and trust", as explained by the HR specialist. "The candidate personality must be consistent 
with the corporate customs and values", emphasised enthusiastically the production manager. Following procedures 
contributes to job satisfaction as well due to the fact that rules must be respected by both staff and authority. In this 
way the unequal or humiliating superior behaviour will leave room to open discussions regardless of the hierarchy. 
And finally, department organization has a word to say in the way tasks are assigned and communication is handled. 
Undoubtedly many organizations have a department problem with communication and collaboration, as expressed 
by half of the interviewed professionals. 
e) Organizational perception – the way in which the organization is known to act influences the potential new 
staff recruitment and the already hired employees’ satisfaction. An organization that focuses on competition as a 
means to achieve performance will incite an individualistic and not so productive work style. In contrast to this 
situation, an organizational culture which develops a competition spirit with oneself will determine employees to 
continuously self-improve. 
Job security is considered a fact in the public sector and a major disadvantage when working in private 
companies. The lack of stability may cause dissatisfaction even with attractive salary and great promotion 
opportunities. Bureaucracy on the other hand is the well-known inconvenience of the public sector.   Employee 
orientation may be considered a solution for both problems. A company which is perceived as putting its employees 
in the first place will provide a solid and stable image. By encouraging employees to work together and develop new 
ideas the organization can be also perceived as innovation driven. And "who does not want to work in such an 
organization?" asks himself the microbiologist. But a sustainable organization must be also community oriented by 
promoting a professional consciousness and trustworthy image. 
f) Disturbing factors – in every activity some factors may create discomfort and if not immediately managed a 
chronic job dissatisfaction which will furthermore determine high turnover rate. One of the predominant disturbing 
factors today is represented by stress. Stress is "our century disease", as argued by more than two thirds of our 
interviewees. "The higher the stress level, the sooner an employee starts having problems at the workplace: fatigue, 
loss of concentration, decreased performance, loss of interest in professional activities" explains the quality 
controller. Besides stress, different personal interests contrary to common goals and conflicts decrease employee 
satisfaction and must be confronted and dispatched as soon as possible.  
Overburden manifested due to tight deadlines, abnormal activities, overwhelming workload is caused by poor 
task administration or employee bad time management. In both cases it determines fatigue, health problems and 
decreases job satisfaction. It can also contribute to frustration which can be linked with the other sub-elements of 
this variable. Last but not least, routine or work complacency is extremely dangerous because it is limiting the 
employee capacity of doing something new and adapting. All these disturbing factors have been encountered both in 
the Romanian private and the public sectors and unaddressed they will lead to low performance and increased 
turnover. 
5. Discussions and conclusions 
The distinction between the public and the private sector has been first observed when discussing the motivation 
variable. Promotion opportunities in the public sector are fewer and take more time. Bureaucracy makes it harder to 
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communicate, collaborate between departments and share knowledge. But regarding domain attractiveness, the 
public sector workers are dedicated to their domain unlike private employees who are mainly motivated by material 
rewards and are willing to change jobs for a better salary. Private companies are perceived as employee oriented 
because they invest in communication and collaboration tools. Nevertheless all seven public sector workers 
interviewed agree that these companies are having insecure job policies and therefore high staff fluctuation, a major 
disadvantage. Additionally the private sector is seen as supporting individualism and competitiveness between 
workers, a very stressful environment. 
HR management must understand employee perceptions (the voice of the employee), develop complex 
motivation strategies and communication campaigns as to change false impressions, rebrand an organizational image 
and have an impact in the labour market. For these strategies to be successful, they must address the six most 
important variables which determine and justify low and high job satisfaction. 
The present paper has undertaken a qualitative research based on in-depth semi-structured interviews with 
professionals from Romania's public and private sector. The data has been analysed and a theoretical model of job 
satisfaction variables has been built with underlined differences between the two sectors. Further studies may focus 
on quantitative investigations regarding the six main job satisfaction variables and the perception of both public and 
private sector. Maybe lessons learned from these two sectors will emerge. 
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